It is well-known that many immigrants from Asia and the Mediterranean area have communication problems when they are using English. It is misleading to suggest that this is true of all such immigrants; but there is a very substantial problem. We estimate there are up to 200,000 immigrant workers (Asians and others) in need of English language training in relation to their present jobs, or re-employment if unemployed. In the past three years, 25 education authorities have established a special service -through FE or Adult Education -to assist industry with in-company training programmes, to overcome the communication problems which exist in many multi-racial workplaces.
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By the middle of 1978 over 6,000 immigrants had been on language skills courses, and some 3,000 supervisors and trade unionists had received related training in communication skills. This is a modest start; but the scheme has introduced a number of employers to a new concept of training for operatives, as well as resulting in a unique form of co-operation between education and industry in which LEA staff work within a particular workplace and on the shop floor over a long period of time. In the process, some valuable lessons for Basic Adult Education and Language Teaching are emerging.
Helping employers to analyse the problem A high proportion of immigrants are employed in just a few manufacturing industries. The pattern of their employment within these particular industries is largely restricted to certain geographical regions, and certain jobs or working conditions. Where this combination of location and type of work occurs, the workforce may now consist of between 33 and 66 per cent ethnic minorities: for example food processing in West London, foundries in the West Midlands, textiles in the North, and vehicle building in East London. Within these workplaces there are usually a number of different minority groups employed, which often have no more in common with each other -in terms of language and culture -than they do with English people.
There is not widespread acceptance that this change from a mono-cultural workforce -with one language, culture and ethnic origin -to a multi-cultural workforce is a particularly significant one. Industry usually analyses the situation in terms of short-term problems and compliance with the law, and regards the absence of open racial conflict as evidence of a satisfactory situation. A very different perspective has emerged from industrial language training: a perspective of a profound change which should be reflected in training and manpower policies, but is not.
-Informal learning systems break down, and these have traditionally been the largest source of instruction and information. -Supervisory systems are under great strain because they depended on a common background and shared values. -Traditional assumptions about workplace custom and practice are no longer shared, creating difficulties in industrial relations.
-Ethnic (or race) conflicts arise from inadequate selection procedures for staff, lack of understanding of the multi-cultural workplace, and clashes of interest over types of welfare and benefits. -There are a range of specific problems with health and safety, employment protection, and worker participation.
The possible consequences of this situation are obvious and, if they are to be avoided, a strong and long-term commitment to the labour force is essential, including more investment in training. This commitment must be to policy and training which will restore the essential cohesive role of human relations in the workplace. A common thread in many of the new difficulties is the problem of communication, to which effective use of language -by members of all groups, including English people -is the key.
We recognise, of course, that employers often do not think in terms of teaching their staff English, or equipping their managers with skills and knowledge needed to communicate effectively with people whose mother tongue is not English. One part of the Industrial Language Training Service is, therefore, to offer a survey of communication needs and problems and how they affect working relationships, as well as the effectiveness of induction, training and promotion systems. In order to do this an ILT team participates on the shop floor, and looks at the situation both in terms of the individual worker and the company's objectives.
Scope of the ILT service
Training courses are on an in-company basis, and are designed and run in close co-operation with workplace staff. The aim is to develop a variety of training within a single workplace spaced over a substantial period of time, and the following services are at present being offered:
Functional Spoken English for Elementary Learners -Courses of about 60 hours covering language for the immediate job, for work flexibility, for simple social contact, and for solving personal problems. Communicative Skills Courses for More Advanced LearnersThese courses may be general in their scope or linked to particular objectives such as health and safety, language skills for instructors, telephone and office practice, trade unions. Courses are of 40 -80 hours, and the approach is based on dealing with stressful and difficult situations, learning to present facts and arguments, and filling gaps in students' information about workplace procedures. Short Courses for Fluent Speakers of English -These cover the development of awarenesss skills for inter-ethnic communication, and/or information about British workplace practice and procedure. 10 -20 hours. Courses for Managers, Supervisors and Trade Unionists -A variety of courses are offered usually in conjunction with the training outlined above. They cover the background and culture of immigrant groups, the experience of immigration and life in Britain, and the development of awareness skills for inter-ethnic communication. 10-20 hours.
Training courses of these four types are being run mainly in manufacturing industry; but substantial work is also being undertaken in hospitals, catering, transport and hotels. Recently work has also been developed in certain white collar situations.
Two examples of ILT on the job
Work started in winter 1975 at Nelson and Colne College in Lancashire in the local textile industry. A series of very successful elementary courses in functional spoken English were run in company time, and a language training manual for the weaving side of the industry was developed with the support of the Cotton and Allied Textiles ITB. In one company there was considerable trade union involvement, and continuation classes were organised at the local trade union office in the workers' own time with shop stewards participating.
The appreciation of workers' language needs and the new teaching methods developed led to considerable development of the College's part-time adult classes for immigrants. A comprehensive range of courses throughout the day to cover shift workers, the unemployed, and women are now offered which cover spoken English, literacy and numeracy. Demand from employers elsewhere in Lancashire led to the setting-up of projects in Preston and Clitheroe through Glover's Court College, but it was generally recognised that the needs and potential for the work could not be met without a fulltime team of staff covering the county as a whole.
This summer, a specialist unit was established at Nelson and Colne College to offer the full range of services throughout the county. The unit started with four full-time staff, and some of the financial support comes from the Cotton and Allied Textiles ITB. There is a steering group for the unit which includes representatives of industry and trade unions as well as education and training, and preliminary work is under way for twelve employers.
Another example covers the Outer West London area. The Industrial Language Training Unit of the Pathway Further Education Centre, Southall is well-established, having pioneered this work from 1971 onwards. The industry of the area, which employs immigrants, is mainly food processing, light manufacturing, or linked to London airport services. In the early years, the emphasis was on functional spoken English for elementary learners as the most obvious and urgent need.
The emphasis has now shifted towards more advanced learners as a result of prolonged involvement with large employers. Effective communication, even for fluent speakers of English, is much more difficult between different ethnic groups. Thus workers in a multi-racial workplace require exceptionally good powers of communication to achieve even a moderate level of good human relations between groups, and to overcome the problems outlined earlier in this article. Yet they have very inferior powers of expression, quite apart from the problems caused for them by the high level of prejudice and general tension over race relations which exists throughout our society.
The unit has developed communicative skills courses for more advanced learners which particularly emphasise dealing with the unpredictable and stressful situations which are also problem areas in the factory. There has been continuous involvement of co-operative English staff, and emphasis on supplying vital social knowledge and workplace information which may equally cause misunderstandings. In companies where this programme is running, encouraging feedback and considerable goodwill has been built up; this is most clearly shown by the desire of companies to continue providing these courses so as to reach the maximum number of employees.
Pathway's work has also led to requests for new sorts of help from companies. For example the unit is at present involved in a specialist functional literacy course for Asian charge-hands, advising a company on the presentation of its induction programme; another covers the cultural and communicative problems of its incentivebonus scheme.
These are very brief examples of the type of work of two units; there are many other interesting and important developments in new industries and with other types of training. One of the exciting aspects of this work is the constant access to new situations, the discovery of new needs, and the opportunity to work with experienced and enthusiastic people in industry.
How it works
The scheme has been funded 75 per cent by Home Office Special Grants for ethnic minority group education since it was launched in 1975. Constrained by the difficulties of LEAs and the general scale of provision of Basic Adult Education, it has had to struggle to avoid the dangers of tokenism and flash-in-the-pan success, which is dependent on one or two dedicated full-time staff working day and night and the willingness of part-time teachers to be exploited. Nevertheless the scheme has established a fair measure of credibility with a number of employers, trade unions and training organisations.
The successes achieved are dependent upon the LEAs who understand and support the work, but a number of weaknesses have emerged:
• A failure to provide follow-through resources has already proved wasteful of opportunities created at considerable cost. As a service to industry the scheme has also lost credibility, when a satisfied employer or ITB asks for a similar project in another place and finds that no service at all, or no similar standard of service, is available.
• Experience has shown that very small units represent an inefficient use of resources as well as being unable to provide the full range of service necessary. Larger units are often needed covering wider areas.
• The high-quality service necessary for securing co-operation of all parties and good results cannot be provided on a "doinggood for immigrants" basis, which often results from placing it at the very margin of LEA activities and responsibilities.
• A skilled and systematic approach is required to promote the scheme nationally.
The government has recognised these weaknesses, and the importance of the scheme, by recently announcing a new funding arrangement through the Manpower Services Commission which it is hoped: will provide a more stable system of funding with advantages from the point of view of planning and expanding the provision to be made, and of keeping and developing staff of the necessary quality. Further information is available from: The National Centre for Industrial Language Training, Recreation Road, Southall, Middlesex UB2 5PF.
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